Emotional Intelligence (EI) is emerging paradigm discussed and researched widely within the domain of organizational behavior and leadership research continuum in the workplace. This has further been recognized as an effective tool along with organizational commitment (OC) in assessing the job satisfaction. Keeping in view the relative importance and the potential of these two domains; EI and OC to the job satisfaction among academics, this pioneering study was conducted among the 90 academic staff of a technical university in Brunei Darussalam. The study using survey methodology aims not only to establish empirical evidence of examining academics' relationship between EI, and OC but also to find out their level of job satisfaction. The result indicates that two out of seven dimensions of EI and effective component of organizational commitment strongly predict the job satisfaction. The results are discussed and recommendations are made based upon the data analysis and conclusion.
Introduction
In today's competitive business environments, organizations are facing multifaceted challenges not only in enhancing the productivity but also coping with the pressure of setting efficient and effective human resources (HR) practices in the form of hiring, training and retaining skillful employees. To support this, effective HR policies are becoming mandatory for the success of an organization and to overcome these challenges, management of these organizations are finding new avenues of implementing effective and dynamics HR policies. In this regards, new dimensions of organizational behavior such as understanding the emotional intelligence of the employees, integration of work design characteristics, employee commitment and employee satisfaction have gained rapid prominence on the strategic roadmap of the organization.
Over the last decade, the term Emotional Intelligence (EI) emerged globally among the gurus of organizational behavior and industrial psychologists and were given due recognition by the industry. Later on, it has become one of the popular topics of many discussions, researchers, scholars, academics and corporate executives. EI is defined as ability both to know one's own emotions and to read others' emotions as well (Davies et al., 1998; Zadel, 2008) . Several scholars use the term to express emotional awareness, accurate self-analysis, self-confidence, trustworthiness, conscientiousness, adaptability, innovation, and so on (Bar-On & Parker, 2000; Goleman, 1998) . However, Goleman (ibid) has assessed the link between emotional intelligence and leadership. Goleman focused on the personal capabilities of the leaders that appeared to drive outstanding performance within these organizations. Personal capabilities were clustered in three categories: technical skills, such as accounting and engineering; cognitive skills like analytical reasoning; and competencies demonstrating emotional intelligence such as the ability to work with others and effectiveness in leading change. The result showed that EI proved to be twice as important as technical skills and cognitive abilities for leadership jobs at all levels of an organization. Goleman, (1998) then listed five components of emotional intelligence that an effective leader exhibits: Self-awareness, self-regulation, motivation, empathy, and social skills. Research on emotions in the workplace suggests that emotions may drive productivity gains, innovations, and accomplishments of individuals, teams and organizations (Cooper, 1997) . Individuals with high emotional intelligence are said to be more effective at leading and managing others and fostering positive attitudes amongst employees (George, 2000) .
Despite of the management crisis in Asia and other parts of third world countries, EI was given due consideration in dealing with the issues of low organizational productivity and resolving HR related practices especially focusing on employee turnover and issues dealing with job satisfaction. Researchers have conducted studies by linking several antecedent variables such as organizational commitment, motivation and organizational culture. However, little research endeavors in South-east Asia has been devoted to examine and understand its application and practicality not only among businesses but especially among the academics of a higher learning institutions. The academics of the universities behave entirely different contrary to the corporate executives cum leaders in the business organizations. Most of the work as stated above has been conducted in the western world and their results might not be generalized within the corporate world among the South-east Asian context. There exists a potential gap in adopting the results of these researches on the leadership continuum with ASEAN business community. This pioneering research therefore aims not only to provide empirical evidence of examining the link between emotional intelligence, organizational commitment and job satisfaction among the academics of a technical university in Brunei Darussalam, but also to predict the job satisfaction with the significant dimensions of the emotional intelligence and of organizational commitment.
The paper begins with the introduction that also gives some explanation on the motivation of the study with a brief review of literature on the three variables selected for the study. This is followed by a discussion of the methodology and presentation of the findings and results. The results are discussed and finally conclusions and practical implications of the study are highlighted.
Motivation to Conduct the Study among Academics
The majority of studies on EI and organizational commitment has been undertaken in the business or in the industrial setting (Muller et al., 1992) ; comparatively less has been researched within the educational setting. The education sector, especially the higher education plays a pivotal role in the national development. One of the biggest problems faced by the universities especially in the developing nations is lack of organizational commitment of their faculty members. This has resulted in the lack of concern among faculty members towards achieving the university's goals and delivering knowledge to the students and ultimately resulting in low participation of students and high turnover of university faculty members (Sial et al., 2011) . Similarly, a fair number of studies like Batt, (2002) ; Huselid, (1995) ; Patterson et al. (1995) linked HR practices with number of outcomes including job performance, productivity, absenteeism, turnover and focus remained on the attitude of the employee toward their commitment. Sial et al., (2011) have found that organizational commitment is strongly and positively influenced by the compensation practice among university staff. Studies have also found that fostering organizational commitment among the academic staff is very important as the academics that are highly committed stay longer, perform better, miss less work and engage in more positive behavior (Chughtai & Zafar, 2006) . Nooraei and Arasi, (2011) studied 896 academics in Iran and found a strong relationship between faculty's social competence and their academic performance. On the other hand, academic staff that is not committed to their workplace put less efforts thus in resulting lower performance in students' learning in particular and lowering of the education standard in general. From the administration point of view the good staff take with them teaching as well research skill and experience that is deemed necessary not only for staff development but also to improve the university rating. The committed faculty would further cut down the cost and time involved in advertising expenses, in recruitment, selection and training of new faculty members. Thus the replacement cost could be minimized with the retention of more committed and satisfied existing faculty members. In his study, Buck (1999) quoted from the David Morris of Morris & Associate (USA) that the average cost of replacing a professional employee making $15 an hour is US$5190 (Nov, 6 th , 1998). The cost is even higher in the higher education institution, considering the funding process, their average annual turnover among staff employee at public research institution is approximately 17% (Buck & Watson, 2002) . Malik et al. (2010) in their study of job satisfaction and organizational commitment among 331 academic staff of public sector universities in Pakistan found that satisfaction with work itself, quality of supervision and pay satisfaction had significant positive influence on organizational commitment. Daneshfard and Ekvaniyan, (2012) studied organizational commitment and job satisfaction in Iran and found a correlation between faculty job satisfaction with affective and normative organizational commitment (r=.25, p<0.05). Gaylor, (2004) found in his study of faculty members at a Christian university in USA that affective commitment was found to be a significant predictor of intention to leave. So if the faculty members have a sense of affection to the mission of college they tend to stay within the university because they "want to" stay. In another study of 122 faculty www.ccsenet.org/ibr International Business Research Vol. 6, No. 3; members in a Taiwanese' university, it was found that faculty that possessed higher commitment score had a higher level of job satisfaction (Chien & Chen, 2012) .
In summary, it is evident that by conducting studies that combine the important antecedent variables with job satisfaction among faculty members will not only improve the total variance shared in job satisfaction but also provide guidelines for the relevant authorities at the higher education sector to come up with policies that will enable to attract and retain top level faculty members in the universities. From the researchers' point of view, adding more organizational variables like emotional intelligence will not only improve the parsimony of the research conducted but also fill-in the existing gaps with the various regional and geographical setting. That's why it is very important to study these variables in depth to find out the empirical support.
Review of Literature

Emotional Intelligence
Much more has been written on the EI over the past ten years (Davies et al., 1998) . Salovey and Mayer (1990) initially proposed a definition of EI as a set of skills and abilities contributing to the appraisal of emotions, the regulation of emotions, and the use of emotions in reasoning. Goleman (1995 Goleman ( , 1998 has assessed the link between emotional intelligence and leadership ability. As stated previously, Goleman (1998) listed five components of emotional intelligence that an effective leader exhibits: self-awareness, self-regulation, motivation, empathy and social skills. Prior research on emotions in the workplace suggests that emotions may drive productivity gains, innovations and accomplishments of individuals, teams, and organizations (Cooper, 1997) . Similarly, Bedwell (2003) have studied the relationship between emotional intelligence and personality and job performance and found several of the EI subscales have a significant relationship with job performance after controlling personality feature anxiety. Eskandarpour and Amiri (2012) also studied the relationship between various dimensions of emotional intelligence and effectiveness of forty-four university managers and noticed a significant difference between different dimensions of EI and their effectiveness.
Studies on EI are nevertheless exuberant; however, not much has been studied in academic settings. Most of the prior studies were confined to academics' leadership in linking their emotional intelligence with their job performance. Porter et al. (1974) summarized the abundant literature showing the consistent and moderate relationship between greater job satisfaction and their propensity to remain with the organization. Goleman, (1998) stressed that high emotional awareness has been considered as an important trait for workplace setting. Dong and Howard (2006) found that emotionally intelligent behavior positively affects job satisfaction. In the educational setting, Indoo and Ajeya (2012) found among faculty members in India a significant negative relationship between emotional intelligence and occupational stress. Jelondar and Goodare (2012) studied the teachers' emotional intelligence and job satisfaction in Iran and confirmed the strong correlation that existed between two variables. Wright and Crapanzano, (2000) linked the EI with workplace setting. Sy, Tramm and O'Hare (2006) asserted that individuals with high emotional intelligence demonstrated higher measures of job satisfaction.
In Brunei a number of studies were undertaken to find the correlation between employees' emotion and EI of the employees during change (Salleh, 2010) , linking leadership and EI (Salleh, 2009 ) and finally assessing EI during change (Salleh, 2008) . Seyal et al. (2011) in their first study of 110 senior executives of SMEs in Brunei have studied the relationship between leadership style, emotional intelligence, personality, and organizational culture and found that there exists a significant relationship between EI, leadership style (transformational) and personality dimension dependence versus autonomous remained significant. Similarly in another study Seyal et al. (2012) not only studied the emotional intelligence and organizational citizenship behavior among executives of Bruneian SMEs but also studied the role of the demographics on EI. The results indicated that both EI and OCB are significantly correlated and all demographical variables excluding gender are significant with EI of the executives. The results of all these studies highlighted the importance and role of EI on different scenarios within the general context of Brunei Darussalam.
Organizational Commitment
Organizational commitment is commonly defined as a 'psychological link between the employee and his/her organization that makes it less likely that employee will voluntarily leave the organization (Allen & Meyer, 1996) . The organizational commitment is no doubt one of the most researched topic in organizational behavior and human resource management but is also an essential concern in organizational and industrial psychology because of its relationship with many of the employees behavior and attitude as employees satisfaction (Tanriverdi, 2008) , job performance and quality of work (Hacket et al., 1994) . Vol. 6, No. 3; The organizational commitment (OC) has been extensively researched as an important factor in employee's motivation, retention and satisfaction. Measuring organizational commitment is multi-dimensional concept and is complex work attitude (Allen & Meyer, 1996) . However, two dimensions of OC, effective commitment and continuance commitment were of significant nature. According to Moynihan, Boswell and Boudreau, (2000) effective commitment refers to identification with, involvement in, and emotional attachment to the organization. Previous work has found that both job characteristics and job satisfaction are statistically significantly related to affective commitment. Whereas, continuance commitment refers to commitment based on the employee's recognition of the costs associated with leaving the organization such as loss of benefits and few employment alternatives. According to Meyer and Allen (1991) affective commitment is a sense of belonging and identification that increases the employees' involvement in the organization' goal and their desire to remain with the organization as thus, is considered as an important determinant of dedication and loyalty. Both job characteristics and job satisfaction are statistically significant with affective commitment. Simply speaking, employees with high affective commitment stay with the organization because they want to do so, compared with employees who have high continuance commitment who stay with the organization because they have to do so (Allen & Meyer, 1990) . The significance of organizational commitment has been focused on its relation to many behavioral and attitudinal consequences among employee that influence the organization such as, job performance and job satisfaction (Jofri et al., 2011; Malik et al., 2010; Daneshfard & Ekvaniyan, 2012) , job turnover (Buck & Watson, 2002) , organization and job productivity and performance (Saif et al., 2012) , organizational citizenship behavior (Gautam et al., 2005; Meyer, Stanley, & Herscovitch, 2002) .
Job Satisfaction
Job satisfaction is another important criteria that has been investigated not only under organizational behavior but by several other disciplines such as organizational and industrial psychology and management sciences. Locke, (1976) defined job satisfaction as a 'pleasure or positive emotional state resulting from the appraisal of one's job or job experience'. Whereas, Porter et al. (1975) noted that job satisfaction is determined by the difference between the amounts of some valued outcome that a person receives and the amount of the outcome he feels he should receive. Job satisfaction is actually how much a person likes his/her job (Spector et al., 1998) . Similarly, Smith et al. (1998) asserted that job satisfaction is an effective reaction to a job that results from the incumbent's comparison of actual outcome with those which are desired.
Relationship between Emotional Intelligence, Organizational Commitment & Job Satisfaction
Although a lot of studies have focused on linking emotional intelligence, organizational commitment and job satisfaction among the business enterprises, unfortunately not much has been done among academics; whilst several studies were undertaken in the developing countries. Santhaparaj and Alam (2005) and Ngah et al., (2009) in their Malaysian-based study of emotional intelligence of university staff with respect to work attitude found that EI is positively related to work attitude and appraisal and expression of emotions are moderately correlated with job performance and satisfaction. Ssesanga and Garrett, (2005) studied the job satisfaction among the university academia in Uganda and found evidence of job satisfaction among university employees and antecedent variables EI, and organization commitment. The result suggested that academics with high values of emotional intelligence and perceived high satisfaction tend to feel more emotionally attached with their organizations. Similarly, Lee (2010) studied the relationship between job characteristics and job satisfaction towards affective commitment among engineers of an engineering firm in Malaysia and found that they were related to effective commitment. Shore and Martin, (1989) studied organizational commitment and found that it was strongly related to job performance rather than job satisfaction. This might be because of different measures to assess the self-report responses used for this study. Previous studies have found the relationship between OC and EI mainly among leaders of the business organizations in determining their leadership style. Furthermore, these studies were diverse in their nature as some studies were regionally based while others have focused on a particular industry such as hotel or banking sectors. Carmeli (2003) and Petrides and Furham, (2006) examined the three components of EI, organizational commitment and job satisfaction and found significant relationship existed among them. Arifin et al. (2004) studied the influence of EI, OC, job satisfaction in the public and private sectors and confirmed the significant relationship among these variables. Khani-M and Lalardi, (2012) studied the emotional intelligence, organizational commitment among staff of the hospitality industry in Iran. Results show that there was a significant relationship between EI and OC.
Methodology
Instrument
A multidimensional instrument in four parts was used for this study to capture the information on emotional www.ccsenet.org/ibr
International Business Research Vol. 6, No. 3; intelligence, organizational commitment and job satisfaction using the five-point Likert scale. The demographical data was provided in Part one of the questionnaire and consists of questions based upon nominal and ordinal scale. The detail on basic demographical data is given in Table 2 .
The Measures
Measuring Emotional Intelligence is multi-dimensional concept. There are three models that are commonly used in the literature (Caruso, 2004) . These are "ability-based' that measures the mental ability to do with emotions used by Mayer and Salovey, (1997) . The second one is "trait-based" that focuses on socio-emotional traits such as "awareness". Barr-on (1997) has used this model and finally the "competency-based" model that measures the set of emotional competencies and used by Goleman, (2001) . However, for this study, Emotional Intelligence were measured on a scale provided by Genos (www.genos.com.au) developed by Palmer and Stough, (2001) and was based on Swinburne University Emotional Intelligence Test (SUEIT). The SUEIT, however, measures five components of EI. The Genos EI concise version consisting of 31-items yield a total EI score and was sub-divided into seven subscales. The SUEIT dimension "recognition and expression" was further subdivided into two of Genos' version into emotional self-awareness and emotional expression. The emotional management component of SUEIT was subdivided into self-management and emotional management of others in the Genos' instrument (Palmer, 2007) . The selection of the Genos' instrument is simply because of having sufficient face validity, easy to understand, relatively cheaper and require less time to fill-in the questionnaire. Table 1 further elaborates the seven subscales of the "Emotional Intelligence" scale. 
Subscale Explanation
Self-awareness Understanding ones' own feelings and use of those priorities to lead oneself in decision making to do one realistic examination of one's own capabilities and self-confidence.
Emotional expression
Using the deepest interest to move and lead towards purposes help us to proceed in the way of competence and lead us to resistance against weaknesses and regression. Organizational Commitment was measured on a sixteen-item scale and adopted after Myers and Allen, (1991) an example being "I feel emotionally attached to this organization".
Job Satisfaction was measured on a three-item scale adopted from Hackman and Oldman's (1975) , measured on a five-point Likert scale. An example of the first item is "I find real enjoyment in my job".
The Population and Sample
The study is descriptive and of an exploratory nature. The target population in this study is all the academics in both the faculty of business and computing and faculty of engineering. Keeping in view the small size of the population, the study was designed to cover the whole population. This is not a new phenomenon as Sharon, (2009) has identified two aspects of examples that illustrate when total population sampling may be appropriate:
(1) the population size is relatively small and (2) the population shares an uncommon characteristic. In our case, the uncommon characteristic is academics from the different faculties and departments. Based on this assertion, one hundred and thirty questionnaires were sent to the academics of a technical university in the capital area. Out of them 100 questionnaires were returned. Ten of them were found not to be filled-in properly and were dropped from the final stage. The responses of 90 were retained making the response rate 69%, sufficient enough to draw a logical conclusion. The basic statistics and reliability coefficient are provided in the Table 3 .
Results
Data obtained from the survey were analyzed using descriptive statistics, factor analysis as well as correlation and regression analysis by using SPSS version 17, a well-known statistical package.
Background Profile
The background data of academics, as well as their organizational profile is summarized in 
Validity and Reliability
In order to assess the validity and reliability, tests were performed in this study. For getting the reliability of the questionnaire the coefficient of Cronbach's alpha (1951) were taken into account. For the various subscales of emotional intelligence the minimum Cronbach's alpha value is above 0.70, except for the one (.68) indicates sufficient reliability of the instrument and fulfill the criteria of Hair et al. 1998 . The Cronbach's coefficient for organizational commitment is .88 for affective and .86 for continuance subscale which is higher than original scale reliability of 87% and 75% (Meyer & Allen, 1991) .
During the initial screening of conducting reliability tests the items were dropped because of low corrected-item total correlation which was less than .40, the cut-off value suggested (Hair et al., 1998) . The remaining items were applied the factor analysis subjected to principal component analysis using varimax rotation, in addition to considering Kaiser-Normalization as techniques of rotation to examine both the individual items and the relationship among them (Hair et al., 1998) . All the items that were loaded on more than one factor at cut-off value of .40 were eliminated from the constructs (The result of the factor analysis is not attached to avoid the unnecessary length of the paper). Convergent and discriminant validities were assessed via factor analysis by taken in the account the total variance as explained by each construct. Table 4 shows the inter-constructs correlation and diagonal in the Table represents the variance. The variance above 0.50 suggests a sufficient validity and parsimony of the instrument. The internal consistency (Cronbach's alpha) of this instrument and its subscales and the alpha value is provided in Table 3 .
Prior to the testing for the regression analysis, in line with the principles of multivariate data analysis, we conducted a zero order correlation between the various independent variables as shown in Table 4 . The correlation provides directional support for the predicted relationship and shows that co-linearity among the independent variables are within the acceptable range (Hair et al. 1998) . 
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Regression Analysis
Regression analysis was conducted not only to find out the relationship between the nine independent variables on the emotional intelligence and of organizational commitment but also to find the predictive indicators of the job satisfaction among the academia of a technical university in Brunei. In line with the principles of multivariate data analysis, data was screened for outliers. Cases with standard deviation greater than 2 and cases with missing values were removed. The result of regression analysis is presented in Table 5 . The model has statistically significant F-ratio and possesses sufficient explanatory power as indicated by R 2 coefficient that shows 49% of the variance in the job satisfaction is explained by the emotional intelligence, and affective component of organizational commitment. From Table 5 , it is further evident that two out of seven components of emotional intelligence and one component of organizational commitment (affective) as significant predictors of job satisfaction. 
Discussion
The present pioneering study explores the link between emotional intelligence, organizational commitment and job satisfaction. The findings confirm the relationship among these variables proving evidence of the validity of the prior research in establishing positive relationship between these variables.
The study has found a significant correlation between the overall constructs of emotional intelligence, organizational commitment and job satisfaction as shown in Table 6 . However, the significance of emotional intelligence variables among the surveyed academics revealed some interesting findings. The study has found that out of the seven dimensions of emotional intelligence, only two i.e. emotional self awareness and emotional self management are related with the job satisfaction. In other words, most of our respondents are concerned about expressing their own emotions. They are not only aware of their emotions but also know how to express and manage them. All other dimensions of emotional intelligence especially knowing other emotions either are not fully understood by the respondents or do not contribute towards job satisfaction. The result supports the majority of the prior studies especially linking EI with job satisfaction. With regards to consideration of two subscales that are significant, our results do corroborate with Eskandarpour and Amiri (2012) who found significant difference between the different dimensions of emotional intelligence and university managers. Similarly, our work further support Joibar (2008) who found a significant relationship among self-motivating, self-awareness and self-control. Similarly, the organizational commitment as an overall construct contributed towards the job satisfaction as shown in Table 6 ; however, our regression analysis in Table 5 indicated that continuance dimension of organizational commitment remained insignificant. This is true as affective commitment (AC) is related to employee's emotional attachment to the organization and as Meyer and Allen (1991) asserted that the components of organizational commitment reflect the different 'mind sets' which can characterize an employee's commitment to the organization. As a result, the respondent is high and significant affective mindset strongly identifies with the goals of the organization and desires to remain a part of the organization. So it will be worth to mention that the academics commit to the university because they 'want to'. Academics with more organizational commitment are more satisfied and the correlation coefficient of these two variables is high and better as compared with emotional intelligence and job satisfaction. Our results are in line with several of prior studies such as Malik et al. (2010); Jofri et al. 2011; Daneshfard and Ekvaniyan (2012) who found high degrees of organizational commitment and job satisfaction.
Conclusion
This pioneering study has full-filled its objectives. The study was initially designed to provide the empirical evidence of the links between emotional intelligence, organizational commitment and to predict the job satisfaction among academics of a technical university in Brunei Darussalam. Hence the study's findings suggest that EI and job satisfaction would be recognized as an important factor in understanding and predicting the academic job satisfaction. This combination is not only ideal but could further lead to the institution's productivity and would foster the staff turnover and staff satisfaction that is considered as necessary measure to deal with the issue of under staffing in the newly established technical university.
Practical Implications
The study has several practical implications for HR and higher management of the technical university in general and Higher Education Department of Ministry of Education. The newly established technical university was previously running as a technical institution and it's staff are very experienced and are very committed and this should be considered as an asset and thus any attempt to sustain and motivate the commitment of current academics will determine the success of the institution of higher learning. The findings reveal that affective commitment of the academics has relevance with their understanding as how to further strengthen academic and organization linkages. O'Driscoll and Randall (1999) concluded that employees' satisfaction with intrinsic rewards (e.g. job scope, challenges and five job enrichment areas) has strong linkages with the performance. Any attempt to mould the intrinsic rewards with extrinsic rewards such as revise scale or grade will work as elixir for these academics. 
Limitations and Future Research
Like every empirical research based on survey techniques, the present study is not void of limitations. The surveying of the population in itself is subject to criticism. The survey is based on self-reported information that is further exposed to response-bias and the study lacks the methods of controlling this so we suggest that caution should be exercised in generalizing the result. Since the study is based on a single institution so again any attempt in generalizing the results should carefully be made. The results of this study are limited and constrained by the three measures used for this study. While the measures used are accepted as reliable and valid and their selection is defendable, however, the more applied measures (EI, and OC) would reflect different perspectives and can further be used to establish generalization of the study. In addition, the results of this study are bound by the context of the research, we also recommend that future research endeavors be focused on this aspect and replication of this study into different work-settings especially cross-cultural and cross industry will further improve the study results within different perspectives. In the academic perspective future studies should focus on the role of these variables in addition to other organizational variables to predict the academic performance of institutions of higher learning.
